Abstract-In the new global economy, leveraging intellectual capital (IC), in a manner
INTRODUCTION
Globally, information-age economy has superseded the industrial and retail economy (Clarke, Seng, & Whiting, 2011) . The effective use of intellectual capital (henceforth referred to as IC) factors, mainly includes knowledge, relationships, and intellectual property is considered as a cornerstone for value creation in today's hyper-competitive environment (Usoff, Thibodeau, & Burnaby, 2002) . Knowledge-based view, which itself derived from resourced-based view of the firm, argue that knowledge is the fundamental intangible asset crucial in gaining and sustaining competitive advantage because of its essence of non-substitutable, path-dependent, and difficult-to imitate (Alavi & Leidner, 2001; Nonaka, 1994; Zack, 1999) . Such emphasis on organizations' knowledge, either in term of resources embedded within an organization or those relied heavily upon its external networks, has driven entities into a raising awareness of the notion of "intellectual capital". While research on measuring and analyzing IC as well as investigating its influence on firm performance arouse great interest, little is known concerning the antecedent conditions necessary to leverage IC. Although numerous studies focusing on performance and valuation have proved a positive impact of IC on firm's market value (Chen, Huang and Liu (2005) who studied the association among innovation, IT, and performance showed a nonlinear association between innovation capital and business performance. Firer and Williams (2003) detected a negative relationship between human capital and VAIC measure within the South African context. On the other hand, some other studies revealed that there is no association between specific components of IC and performance (Chen et al., 2005; Fernandes, Mills, & Fleury, 2005) . These findings may plausibly convey the notion that IC itself could be explained by some other factors including contextual variables. This, in turn, drives us to the contingency view in which IC may significantly vary according to the context. In effect, addressing IC with regard to contingency theory has received scant attention in the literature. Hence, the main purpose of this research is to explore which factors are potentially able to account for differences between organizations concerning the level of IC development. While previous studies focus largely on IC and its implications for organizational outcome (De Silva, Stratford, & Clark, 2014; Mention & Bontis, 2013; Tan, Plowman, & Hancock, 2007) , this study links some contingency variables to the availability of IC within organizations. IC encompasses the knowledge derived from the company's manpower, from the competencies of the firm, and from the connections and interactions between an organization and its external parties such as clients, partners, and suppliers. IC is defined as the value of organizational experience which is embedded in an organization's process, course of actions, systems, and corporate structures (Edvinsson & Malone, 1997) . Intellectual property, data accumulated in knowledge management (KM) procedure, as well as KM practices which aim to capture the value of the company's knowledge resources are also incorporated in the foregoing definition (Stewart & Ruckdeschel, 1998) . Nonetheless, a precise conceptualization and definition of IC still remains disputable despite the general consensus about the importance of IC as a cornerstone for value creation. For instance, Hudson (1993) narrows the scope of the concept to merely individual knowledge. Some scholars, among others, Brooking (1996) and Roos and Roos (1997) incorporate organizational relationships, infrastructure, culture, routine, and intellectual property into the conceptualization of IC as well.
Given the above discussion and concerning the foregoing problems, unlike previous studies, this study aims to conceptualize the multidimensional and complex concept of IC by incorporating social capital as the fourth element along with other three general elements (i.e. human capital, structural capital, and relational capital) which in turn could provide a more robust and comprehensive conceptualization of IC. This paper is organized as follows. First, literature on IC and its antecedent variables are discussed, followed by the hypotheses development. After the research method is presented, the results are reported. Finally, the study findings are discussed together with the study limitations, implications and the conclusions.
LITERATURE & HYPOTHESES DEVELOPMENT
Drawing on 'contingency' view, the scope of the current study is narrowed to organizational culture, organization size, and industry type as contextual variables of interest since they are capable of exerting a significant effect on organizational systems and capacities (R. Cooper, 1995; Johnson & Kaplan, 1987; Woodward, Dawson, & Wedderburn, 1965) . The foregoing three contextual factors as well as their relationships with the criterion variable, i.e. IC, are elaborated in this section.
From the contingency lens, the optimal design for an organization is contingent on the nature of its operating environment (Burns & Stalker, 1961; Galbraith, 1983; Otley, 1980; Woodward et al., 1965) . That is, contingency theory assumes that the environment or the internal and external context of a system or an organization has a strong impact on the performance and efficiency of the system. It is assumed that there is no such thing as universally applicable systems, but often the situation that systems have to adapt to a specific context to be efficient (Schreyögg & Steinmann, 1987) . The contingency-based view is a combination between the decision-based approach and the system-theory. The decision-based approach has a very narrow perspective, whereas the system theory is strictly formalistic. Resulting from this combination, the contingency theory represents an open system with "if-then"-relationships focusing on relations within and around the corporation as the defined system (Lawrence, Lorsch, & Garrison, 1967) . Contingency theory is guided by the general hypothesis that organizations whose internal features best match their situation-specific demands will achieve the best adaptation (Scott, 1967 ). Nevertheless, as mentioned earlier, a few attempts to address the contextual factors which could potentially account for differences in the IC development within organizations. Accordingly, the current paper is aimed at closing this gap through examining some firm-specific variables which affect the process of IC development in Iranian public listed companies. As stated earlier, relying on 'contingency' view, the scope of the current study is narrowed to organizational culture, organization size, and industry type as contextual variables of interest due to their significant potential in influencing organizational systems and capacities (Johnson & Kaplan, 1987; Cooper, 1995; Woodward, 1965) . These factors along with their associations with IC are discussed in this section. (Buckman, 2004) . Although the knowledge economy is advocating for changing the way organizations operate, success lies with successful cultural change. According to Baker (2002) , there is a strong indication that the cause of failure when instituting changes (such as TQM and reengineering) is linked to the failure in instigating cultural changes within an organization (Index, 1994 The theory that is mentioned by Flamholtz (2002) is in line with this notion, due to the fact that culture is thought of as "an area of essential organizational development, a strategic keystone for a successful company". Meanwhile, Copeland (2001) regards company culture as imperative to the construction of IC. In the same vein, literature regarding organizational effectiveness is more and more focused upon the role of organizational culture towards motivating and maximizing the potential of their respective intellectual assets (Yu & Yanfei, 2008) . Mouritsen (2003) argued that culture is pivotal to either effective organizational modification or augmenting the value of IC. Petty and Guthrie (2000) advocate that organizational culture is crucial towards corporate success, and is capable of increasing IC within that organization. This is especially true in today's organization, due to the fact that fluctuating environments and k-economy characterizes it, and this requires an impregnable organizational culture in the context of prescribing commonality and behavioral patterns that will inevitably hoard intangible resources that might have been present in the past. Different kinds of corporate culture would have different impacts on IC. For example, supportive or flexible dominant cultural type could play a big part in fostering the IC (Bontis et al., 2000) . In the context of the current study, control values embody predictability, stability, formality, rigidity and conformity. More specifically, the rationality of culture is reflective towards an orientation prone to efficiency and profit. Heavy emphasis is paid upon factors such as planning, productivity and clarity of the goal. The hierarchical nature of the culture is highly reflective of bureaucracy and its inherent stability, emphasizing roles, rules and regulations. In summary, the types of culture that are linked to control promote rigid control of operations, highly structured channels of communications, and limited flows of information (Burns & Stalker, 1961) . Moreover, the value of flexibility generally refers to spontaneity, changes, openness, adaptability and responsiveness. In particular, the culture of development is heavily reliant upon adaptability and the readiness to realize growth, innovation, and creativity. The culture of a group is reflective of cohesion, teamwork, and morale as conduits that are meant to foster development, empowerment, and unwavering commitment to human resources. In a nutshell, the types of culture that are linked to flexibility are supportive of loose and informal controls, open and lateral channels of communication, and organizational free flow of information (Burns & Stalker, 1961) . Such flexible dominant cultural type, as opposed to control culture, is more appropriate in today's knowledgebased environment and is an important driver and enabler to support and guide the intellectual capital management and development (Lynn, 1998) . Accordingly, the following hypothesis is put forward based on the foregoing discussion: H1. There is an association between the organizational culture and the level of IC.
Intellectual Capital

Antecedents of IC
Organization Culture and IC
Organization Size and IC
It is assumed that organization size may impact on levels of IC (Usoff et al., 2002 ). Usoff and colleagues argued that larger and more sophisticated organizations are possessed of greater strength to invest resources necessary for leveraging IC more effectively. Previous studies, especially in the management control system literature treat organization size as a factor determining the management accounting (MA) information. For example, Taylor and Taylor (2013) detect the presence of size effect on of the main elements of MA i.e. performance measurement system. In the same vein, Luther and Longden (2001) observed that size, operationalized by annual turnover, could augment the effect of MA on organizational effectiveness. Libby and Waterhouse (1996) also demonstrated that larger organizations are more oriented towards MA change duo to the fact that such firms enjoy more abundance of resources and capacities towards change. Moores and Chenhall (1994) also argued that ample evidence suggests that that size is pivotal to the utilization of more sophisticated management systems. Hence, bigger companies typically possess more developed MAS since such entities are more plentiful and powerful in terms of resources and capacities to embark on innovative systems. Moreover, several scholars acknowledged that the size and level of external IC disclosures are significantly associated (Beaulieu, 2002) . Drawing upon the foregoing argument, it is expected that larger organizations are likely to enjoy more intangible resources due plausibly to the fact that they are vastly superior to investing in resources necessary to develop intellectual properties. Therefore the following hypothesis is formulated as follows: H2. There is a positive association between the organization size of and the level of IC.
Industry Type and IC
Prior studied in the context of IC disclosure reported that industry type is a determining factor in external IC reporting since the emphasis is placed on intangible assets may vary according to the industry type (Bozzolan et Lee, 1987) . Organizations within various industries encounter various demands, difficulties, and opportunities. In this case, they tend to vary in their input processes, throughputs, and outputs (Duh, Xiao, & Chow, 2009 ). Spender (1989) argued companies within different sectors are inclined towards the development of different business models and configurations of internal operations. Foster and Gupta (1994) observed that the use of accounting information in marketing decision-making has also placed emphasis on the role played by industry factors. Huang et al. (2010) argued that firms belong to the service sector may possess more IC information since they are in a close interaction with end-user customers in which relational capital and customer capital lie at the heart of knowledge assets and intangibles. Service companies, generally speaking, have a propensity for managing assets which are more intangible in essence and therefore it is not easy to capture their value efficiently given that their value varies. Accordingly, it is hypothesized that service companies are likely to enjoy greater IC development. H3. There is an association between the type of industry to which a company belongs and the level of IC. From the foregoing discussion on literature and hypotheses development, a theoretical framework is developed as shown in Figure 1 . Contingency theory principally underpins the current study in which organizational culture, organization size, and industry type serve as the contextual variables of interest. Specifically, contingencies stemming from the operational environment influence the components of IC that can be perceived as characteristics of an entity. According to the selection type contingency theory , it can be assumed that organization's IC adapts to fit contextual or contingency factors (Huang et Selto et al. (1995) , explaining performance is outside the scope of selection approach as it is held that just good performers survive to be observed.
RESEARCH METHOD
Variables and Measurement
Organizational culture
Organizational culture was captured according to the competing-values approach. This instrument was validated by previous studies (Zammuto & Krakower, 1991) . Beside, some recent accounting researchers have applied the instrument in their studies (Bhimani, 2003; Henri, 2006) . The instrument asked key informants (CFOs) to distribute 100 scores among the four ideal cultural types along each of the following four dimensions of culture: institutional character; institutional leader; institutional cohesion; and, institutional emphases. For each dimension, respondents should distribute 100 points among four sentences where organization A represents "group culture", organization B refers to "developmental culture", organization C refers to "hierarchical culture", and organization D refers to "rational culture". Following Henri (2006) , this research aims to identify the particular position of each company according to the control/flexibility continuum, that is to say dominant type. Cultural-type score and a value score determine the dominant-type score. In this regard, firstly, the culturaltype score is computed for each culture through averaging the ratings obtained on the four dimensions. For each organization, the sum of the four cultural types equals 100. Secondly, the value score is calculated for the control/flexibility continuum in the following manner: Flexibility-value score = (Group-culture score + Developmental-culture score) Control-value score = (Hierarchical-culture score + Rational-culture score) Finally, the dominant-type score is achieved through deducting the control-values score from the flexibility values score. Concerning that the flexibility and control value scores are the extremes of a competing-values continuum, a difference score specifies the particular position of each company on this continuum. That is, a positive score represents a flexibility dominant type and, on the contrary, a negative score represents a control dominant type.
Organization size
Although previous studies have adopted many different approaches, among others, gross sales or gross value of assets ( Merchant, 1981) and is practically interchangeable with other measures (Agarwal, 1979) . For the purpose of current research, organization size is measured based on the number of employees extracted from Tehran Stock Exchange (TSE) directory. Given the non-normality of Size, it was transformed logarithmically to adjust for expected nonlinearity or non-normality (Carpenter & Fredrickson, 2001 ).
Industry type
As explained earlier, the literature demonstrates that the use and implementation of various organizational initiatives may significantly vary according to the industry type like manufacturing and service companies (R. G. Cooper, 1988) (Cooper, 1988) . In this study, therefore, dummy variable differentiates between manufacturing and non-manufacturing companies in consistent with the IC and management accounting literature (e.g. Cagwin & Bouwman, 2002; Widener, 2006) . Dummy variable 1 was designated for manufacturing company while 0 was assigned to non manufacturing organizations.
Intellectual Capital
For measuring IC level, the respondents asked to express their opinions regarding a total of 29 questions on a range of questions in relation to their organization's emphasis on IC. The instrument was adopted from Tayles, Pike, and Sofian (2007) as well as Subramaniam and Youndt (2005) , which originally drew upon the core ideas of the social structure literature (Burt, 1992). Specifically, IC was subdivided into four components, namely human, structural, relational, and social capital which were operationalized with six, nine, ten, and four items respectively. All the four independent variables quantified by using the 7-point Likert scale (1=strongly disagree, 4=neither disagree nor agree, 7= strongly agree). It is imperative to mention that, instead of being treated individually, the IC elements are considered in aggregate in this study. This is in harmony with some recent work in IC literature (e.g. 
Sample
This study selected all the public listed companies within the Tehran Stock Exchange (TSE) in Iran as the unit of analysis, inasmuch as these organizations are perceived as the most prominent and dominant group among the organizations in Iran. The economy of Iran is diversified economy with over 40 industries directly involved in the Tehran Stock Exchange. As recommended by Bontis (1998), a multi-industry sample would allow an investigation of inter-industry effects and potentially broaden the study's generalization. The data collection procedure for the current study was carried out using a structured questionnaire. The questionnaire supplemented by a cover letter posted to the Chief Financial Officers of the sampled 339 companies within TSE as the largest stock exchange in Iran. Nowadays TSE has become a thrilling and flourishing market in which either individual or institutional investor deal in securities of more than 330 organizations with a market capitalization of US$104.21 billion. A total of 136 questionnaires were received, from which 128 usable questionnaires with a response rate of 37.7 % were eventually coded and used for the purpose of data analysis.
DATA ANALYSIS AND RESULTS
Two statistical software programs were employed to analyze the data collected in this study. SPSS18.0 was used for descriptive statistics and reliability testing and SMARTPLS V2.0 M3 (Ringle, Wende, & Will, 2005), which using partial least squares (PLS), was employed for confirmatory factor analysis and hypothesis testing. PLS was used due largely to its power for handling relatively small data samples. PLS has been widely used by the scholars in the field (e.g. Bontis, 1998 ). The measurement model is assessed at the outset, along the same lines as factor analysis and tests of unidimensionality. The second phase is assessing the structural model with the aim of providing path coefficients which demonstrate the associations of each variable. The estimation of the measurement model provides factor loadings and reliability measures from items to latent constructs whereas the assessment of the structural model illustrates the path coefficients for significant effects on the relationships between constructs.
Measurement Model Assessment
Unidimensionality is presented by composite reliabilities of the constructs that are shown in Table 1 . The reliability level is desirable at 0.8 for the basic study while it is acceptable at 0.7 for the exploratory study (Hair, Anderson, Tatham, & Black, 1998 ). An internal consistency measure (Cronbach's α) developed by Fornell and Larcker (1981) , and composite reliability calculated by Bacon, Sauer, and , are typically reported. In this study Cronbach's α varies between 0.89 (IC) and 1 (organizational culture, size, and industry type). Furthermore, the composite reliabilities are shown in Table  1 Bollen (1998) , the larger the factor loadings, the stronger the evidence of unidimensionality is. Convergent validity is defined as the extent to which constructs which must be associated theoretically are actually interrelated (Campbell & Fiske, 1959 ) whereas discriminant validity is defined as the extent to which constructs which must not be associated theoretically are not interrelated in effect (Campbell & Fiske, 1959 ). Convergent validity is obtained when the average variance extracted (AVE) between the constructs exceeds 0.5 (Chin et al., 1998) . AVE provides a measure of the variance shared between a construct and its indicators. In Table 1 , the AVEs range from 0.757 (contribute to IC) and 1 (organizational culture, size, and industry type), exceeding the cutoff point of .50 suggested by Fornell and Larcker (1981) . Fornell and Larcker (1981) in order to assess discriminant validity: the square root of AVE must be larger than the correlations of the constructs to achieve acceptable discriminant validity. Hence, the value of diagonal elements must be higher than those of off-diagonal elements (Fornell & Larcker, 1981; Hulland, 1999) . According to the values presented in Table  2 , discriminant validity is acceptable. Overall, all the statistics reveal that the measurement model is adequate and sufficient for testing the structural model. 
Structural Model Assessment
In PLS path modeling, the structural model is assessed through estimating the path coefficients along with the R² value. While path coefficients show the strength of the associations among the predictor and criterion constructs, the R² value is a scale of the predictive intensity of a model for the criterion (dependent) constructs (Ko et al., 2005; Chin et al., 1998 Chin et al., , 2003 . The significance of path coefficients in the model lends support for hypothesized associations (Bentler, 1989) . SMARTPLS V2.0 M3 (Ringle et al., 2005) , was chosen to use a bootstrap resampling method (5000 resamples) to determine the significance of the paths within the structural model. ns not significant
DISCUSSION & CONCLUSION
The findings significantly underline this fact that culture plays a leading part in relation to IC development overall. This implies that while the knowledge economy appears to endorse move towards changing the way organizations operate, success essentially hinges upon successful cultural change. It is self-evident that intangibles and knowledge assets are the cornerstone of value creation in today's knowledge-based era. However, reaping the benefits of these assets lies with translating the knowledge and capacities of the organizations into reusable and sustained actions. This requires a culture that creates employee commitment, encourages learning, fosters sharing, and involves employees in decision making (Weston et al., 2007) . The results are consistent with those of Kannan and Aulbur (2004) who pointed out sustained knowledge management and IC development requires the establishment of an organizational memory which is flexible and adaptive for changing requirements. This is not achieved without a robust organizational culture which promote IC through fostering innovation, knowledge sharing, and learning via the use of various communication channels (Kannan & Aulbur, 2004 
Implications
The findings of this study have several implications. First and foremost, this study combines literature on IC across diverse academic fields. The complex conceptualization of IC with four subdimensions offers a more systematic manner to combine several knowledge-based drivers towards performance which have not been addressed simultaneously in a comprehensive framework. According to the model, it seems that the majority of the earlier studies have mainly emphasized merely some particular dimensions of IC like structural capital and human capital. Finally, the study has gone some way towards enhancing managers' understanding of the importance of antecedent conditions which are necessary for IC development within organizations. The provision of an IC contingency framework as well as addressing various sub-elements of intellectual capital support executives detect, capture, and assess the different kinds of knowledge resources in addition to their determining factors which must be all taken into consideration for reaping the benefits of the organizations' most critical assets.
Limitations and Future Research
In spite of its contributions, this research is also subject to some potential limitations. First and foremost, the instrument of the study was the questionnaire survey which this consequently made the study as a whole relies seriously on the perception and opinions of key informants. Even now the research's instrument was tested either in terms of the reliability or the validity, there should exist some type of bias when the key informants assess their own IC level. The bias would be alleviated if there was a possibility to analyze the annual reports to verify the information provided by the respondents. Secondly, the data presented in this research is regarded cross-sectional or one-shot. Those critical factors were captured and measured just once and at a static point instead of as they were developing, thereby missing the value of time explanation. It is imperative to attach importance to long-term effects, particularly on the creation and development of the IC and organizational culture. Besides, survey data derived from cross-sectional analyses is incapable of producing conclusive evidence of causality. Instead, the evidence should be regarded in line with theoretical arguments and expected associations. Future research could embark on longitudinal survey in order to investigate the causality and interrelationships among factors which are pivotal to intellectual capital development. Thirdly, the data were collected in a single country (Iran). Potential culture limitations should be noted, especially the cultural differences among developing countries and developed nations that influence the perceptions of knowledge sharing practices. The framework of the study must be examined further through including samples from other countries to generalize or modify the concepts. 
